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Abstract— Human resources are the most important 
resources for all types of organizations. Psychological 
empowerment refers to individual’s beliefs in their 
ability to feel empowered in an organization for better 
organizational business performance. Although 
Electrical and Electronics (E&E) industry contributes 
an excellent business performance in the past two 
decades, this industry was now facing significant 
challenges in maintaining the growth of their business 
performance, and it is necessary for them to move up 
the value chain. Thus, this study aims to examine the 
relationship between psychological empowerment and 
organizational business performance of E&E industry 
in Malaysia. In this study, psychological empowerment 
consists four elements namely autonomy, self-efficacy, 
impact, and meaning. By using self-administered 
survey, the data were obtained from 287 respondents 
from E&E companies in Malaysia. The data were then 
analyzed utilizing Partial Least Square Structural 
Equation Modelling (PLS-SEM) technique. The 
findings of this study provide insight into the 
importance of psychological empowerment in 
organizational business performance. The findings 
indicate that, of all those four elements of psychological 
empowerment, only autonomy, self-efficacy, and 
meaning have significant influences on the business 
performance in the E&E industry. Lastly, this study will 
contribute in term of theoretical, managerial and 
methodological perspectives, limitations and 
recommendation for future studies. 
Keywords— Autonomy, Self-Efficacy, Impact, Meaning, 
Psychological Empowerment, Business Performance, 
Electrical and Electronics Industry, Human Resource 
Management 
1. Introduction 
Over the years, organizations in Malaysia have 
experienced the effect of rising operating costs, 
such as the implementation of goods and services 
tax (GST), effect of a weak ringgit value on import 
costs, lack of local talent and stiff competition from 
the lower-cost competitors like China. All these 
have further capped the growth of the Malaysian 
E&E companies [1]. Malaysian E&E industry faces 
critical challenges in the continuance of 
development which originate from fierce 
competitors such as Singapore, Taiwan region, 
China, and other Asian countries. There are now 
increasing calls for E&E companies to move up the 
value chain as their share in the Malaysian exports 
has declined over the last 10 years. Although 
Malaysia has established an important cluster in 
E&E industry, most of the business activities have 
relatively low value added to the assemblies. 
Malaysia E&E industry has a minimal share in the 
higher value-added activities such as aviation 
components processing or research and 
development (R&D) [2]. 
In the technology segment, the contribution of E&E 
industry play a key role in global supply chain. 
This E&E sector has developed significantly and 
played an important role in the growth of the 
economy, particularly through the business trade 
industry. In Malaysia, although the performance of 
this sector was excellent in the past two decades, 
this industry faces significant challenges in 
maintaining its growth. According to [3], the share 
towards manufacturing high value-added products 
has decreased after the year of 1995 (from 30 
percent in 1997 to 21 percent in 2008). Moreover, 
E&E output and export quarterly reports were 
inconsistent over years as growth fluctuated from 
2006 to 2016. This implies that the industry has 
reached its saturation level [4]. The slowdown 
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trend of this organizational business performance is 
due to several factors including the decreased 
export, high concentration of low value-added 
assembly and stiff competition from countries like 
China, Taiwan, South Korea and Singapore which 
have high value-added activities [1]. 
In this situation, the key to organizational survival 
and existence lies in the quality and capacity of 
human resources. The industry must depend on 
human resource management to increase the 
volume of high value-added activities [5]. In other 
words, the role of human resources far exceeds the 
role of new technology, financial-related and 
material resources [6]. Therefore, the 
empowerment of human resource is an essential 
tactic to business organizational intrinsic 
motivation which will lead to the dynamic 
realization of employees, forming a foundation and 
chances for talents, personal ability and capabilities 
to flourish. The human resource empowerment is 
also the perceptions of individuals on their role in 
their respective work and the organization. 
The review of the literature indicates that there are 
limited studies examining the effects of 
psychological empowerment on the organizational 
business performance of E&E industry in Malaysia. 
Moreover, numerous past studies studying on this 
topic were conducted in the Middle East [7], [8], 
and only a few studies such as [9] were done in the 
Asian context. Thus, to understand the 
organizational business performance within the 
E&E organizations, there is a necessity to carry out 
an empirical study to examine the importance 
psychological empowerment within E&E industry. 
Therefore, this study aims to confirm the existence 
of relationship between the psychological 
empowerment and organizational business 
performance. 
2. Literature Review 
2.1 E&E Industry in Malaysia 
Electrical and electronics (E&E) industry is the 
largest yet the least restricted industry in Malaysia's 
manufacturing sector. The first semiconductor plant 
was established in Penang State in 1972, then 
Malaysia gradually becomes a major E&E industry 
global manufacturing hub. Four decades later, 
Malaysia continues to be a preferred investment 
destination for E&E industry. For several decades, 
the E&E products have been the largest traded 
items since the industry began to bloom in the 
1960s. Until today, the industrial development has 
made Malaysia into one of the leading countries in 
the global E&E supply value chain [10]. According 
to the Malaysian Investment Development 
Authority (MIDA), the E&E business in Malaysia 
can be grouped into four sub-sectors which 
including electronic components, consumer 
electronics, industrial E&E products [11]. 
2.2 Psychological Empowerment 
Empowering human resources is a concept of 
psychology that is related to personal feelings and 
beliefs, and is defined as a process of enhancing 
intrinsic motivation. Psychological empowerment 
is an approach that an employee uses to motivate 
himself and earn attention from management [12], 
[13]. Therefore, psychological empowerment can 
be defined as a proactive motivation for personal 
work roles and personal sense of control at work 
[14]. The psychological empowered staff has a 
sense of control of the task at hand.  
Psychological empowerment influences employees 
in terms of their beliefs, thoughts, and attitudes. 
Employees that are empowered feel that they have 
the competency and ability required to work 
effectively. They are typically granted the freedom 
and autonomy to perform their job independently. 
They are better at managing and improving their 
work output. They pursue meaningful and valuable 
career goals and they were treated in a serious and 
fair manner [15]. To maximize the use of human 
resources, and expand the capacity in the 
workplace, it is necessary to have the continuous 
motivation to achieve organizational goals [16]. 
Hence, psychological approach contemplates 
empowerment as it encompasses four-dimensional 
construct of employees’ perceptions [17]– [20], 
which includes autonomy, self-efficiency, meaning, 
and impact. Autonomy refers to self-determination 
or freedom to choose how they initiate and 
continue their work; self-efficiency or competence 
refers to the capacity of an individual to perform 
skillfully; meaning refers to a sense of 
meaningfulness that their work is important; and 
impact refers to the belief that an individual can 
influence work outcomes and create a difference in 
the organization [13]. 
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Thus, psychological empowerment
theorized by four dimensions to regulate sufficient 
cognition [21]. [22] integrating the four
into a single variable provides a
understanding of the concept of psychological 
empowerment. The concept of ps
empowerment have linked with several
such as job satisfaction and citizenship
[23], organizational commitment 
business performance [7], [9], [25]
innovation [26], [28]–[30]. 
2.3 Business Performance 
Business performance covers the organizational 
result or actual output that is measured against
targeted goals and purposes. Business performance
is a multi-disciplinary field, it 
perspectives of supply chain management,
marketing, operations management, 
human resource management, economics, 
psychology and sociology [31], [32]. 
of business performance is the measures of
for the organization and then adjustment or 
modification is taken on the process to enhance 
output, effectiveness, or process efficiency. 
Business performance is normally evaluated
basis of organizational goals, growth, human 
resource effectiveness, product and service quality,
supplier performance, customer and 
factors such as profitability [33]. 
Business performance is the most important 
element for each organization, either for profit or
non-profit purposes [34]. However, it is not simple 
to define, conceptualize, and measure performance 
[34]. Besides, the improvement of organizational 
business performance is a focus for every manager 
in every business organization. In order to succeed 
at enhancing business performance, it is 
an organization to builds all-inclusive meas
indicators to provide clear directions and goals for 
the management team and the employees 
Business performance is a measure of the 
organization's goals and how well a business 
perform [36]. There is always an 
organization management to measure 
performance and then evaluate and 
report form [37].  
The E&E industry remains a critical driver of 
Malaysia economy as this industry contributes 
substantially to the total country’s manufacturing 
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output, job position, foreign direct investment and 
exports [38]. Malaysian manufacturing companies 
face local competitions as well as competition from 
foreign companies due to the nature of dynamic 
market competition. Total Quality Management 
(TQM), Six Sigma, just-in-time, and lean 
manufacturing are all important 
management issues and produces q
manufacturing items for customers
studies have confirmed that companies that 
implement quality management will enable them to 
improve their innovation capabilities, 
organizational competitiveness and business 
performance levels [39], [40]. 
2.4 Theoretical Framework
The theoretical framework of this study
Figure 1. The framework describes
between psychological empowerment and business 
performance. From the theoretical framework, 
psychological empowerment c
dimensions which include autonomy, self
impact, and meaning. The dimensions
psychological empowerment are hypothesized
have a relationship with the business performance
in Malaysia’s E&E industry.  
Figure 1. Theoretical Framework 
There are total two main variables in this study 
which are psychological empowerment and 
business performance. All four dimensions of 
psychological empowerment will act as exogenous 
variables, and business performance will 
endogenous variable in this study. 
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2.5 Relationship between 
Psychological Empowerment and 
Business Performance 
Psychological empowerment refers to the capacity 
or ability of employees to feel empowered in a 
working environment [41]. The performance of an 
employee can be enhanced by the sense of 
empowerment, and in turns promotes the growth of 
organizational business performance [42], [43]. 
Psychological empowerment is a complex 
management tool which need involves the high 
participation of employees. It had proved by 50 
years of research. If psychological empowerment 
applied effectively,  it can excellently improve the 
organizational business performance [7], [9], [26], 
[28], [44]. 
Empowering conditions such like chances for 
decision autonomy, challenge, and obligation to the 
employee, appreciation of employees results in 
sense of self-efficacy, sense of meaningfulness, 
impact, and autonomy [27], [45]. Consequently, 
they more likely to become more dedicated to their 
business organization [46], [47], as business 
performance is the outcome of organization 
management, and departmental agencies to 
implement or manage activities which produce 
ideas that modify organizational behavior and 
improve infrastructure to achieve higher 
performance.  
Additionally, [48] proposed that empowerment will 
enhance workers’ motivation and satisfaction that 
will contribute to better productivity. Also, [49] 
revealed that the empowerment of employee is a 
motivational method which helps to improve the 
engagement of employee and also raise their self-
determination levels. In addition, [50] confirms that 
employee empowerment is a foundation of 
continuous improvement which will create a result 
in better organizational business performance. It is 
apparent from the previous discussion that a 
relationship is exist between psychological 
empowerment and business performance, but the 
strength of the relationship is not yet to be proven. 
Therefore, we propose that: 
H4: Psychological empowerment will have a 
significant and positive effect on the 
business performance of the electrical and 
electronic industry in Malaysia. 
H4a: The autonomy will positively influence 
the business performance. 
H4b: The self-efficacy will positively 
influence the business performance. 
H4c: The impact will positively influence 
the business performance. 
H4d: The meaning will positively influence 
the business performance. 
3. Methodology 
This research employs a quantitative approach to 
investigate the influence of psychological 
empowerment on the business performance of E&E 
companies in Malaysia. A self-administered survey 
was chosen in this study because the survey can be 
completed with no intervention from the researcher 
[51]. Respondents were asked to respond to the 
survey items (see Appendix). A five-point Likert 
type scale ranging from "strongly disagree”, 
“disagree”, “neutral”, “agree”, and “strongly agree” 
was used. Out of 600 distributed questionnaires, a 
total of 287 questionnaires were considered usable 
for further analysis as responded by mid-level 
managers in E&E industry in Malaysia. 
Moreover, in order to investigate the responses 
from the respondents, a five-point Likert scale was 
applied for every measurement items for 
facilitating the report of employees perceptions of 
psychological empowerment toward organizational 
business performance [52], [53]. After the 
collection of data, the data were analyzed using 
Statistical Package for Social Sciences (SPSS) 
version 20.0 and SmartPLS 2 M3. 
Partial least square structural equation modeling 
(PLS-SEM) was applied to evaluate the 
relationship between psychological empowerment 
and organizational business performance. This was 
because the model estimation of its formal 
premises contains a larger range of flexible 
applications. In addition, PLS-SEM is more 
suitable for the analysis of predictive models, 
compared to theoretical testing model [54]. In 
addition, the purpose of the analysis is to determine 
the impact of latent variables that can be measured 
by the reflection measurement model. From this, 
the PLS approach becomes a more appropriate 
statistical approach for this study. Based on the 
hypotheses, this study comprises two structural 
models. Figure 2 refers to the first-order individual 
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model and the Figure 3 refer to second-order 
structural model. 
 
Figure 2. The First Order Structural Model for 
Individual Latent Variable 
Notes: The ‘PE’ abbreviation refers to 
Psychological Empowerment. PAT = 
Autonomy, PSE = Self-Efficacy, PIT= 
Impact, PME = Meaning, and BP = 
Business Performance.  
 
Figure 3. The Second Order Structural Model for 
Main Latent Variable 
Notes: The ‘PE’ abbreviation refers to 
Psychological Empowerment. PAT = 
Autonomy, PSE = Self-Efficacy, PIT= 
Impact, PME = Meaning, and BP = 
Business Performance.  
4. Data Analysis and Result 
This part presents results from the data analysis of 
the reflective measurement model and structural 
model. 
4.1 Analysis of the Reflective 
Measurement Model 
The initial step in PLS-SEM analysis is the 
evaluation of the measurement model (outer 
model). Prior running PLS-SEM analysis to 
evaluate the measurement model, the researcher 
has to confirm the survey items are reliable and 
valid as these are the two main criteria used in the 
analysis to evaluate the measurement model [55]–
[57].  
Table 3 shows that the constructs have alpha values 
above 0.7. This indicates that the internal 
consistency is at a high level. The next analysis 
done by the researcher was to test the convergent 
validity. According to [54], convergent validity is 
assessed using composite reliability (CR), factor 
loadings and average variance extracted (AVE). 
The recommended values are above 0.50 for AVE, 
0.70 for CR and above 0.50 for factor loadings 
[57]. The analysis confirms that the measurement 
of outer model possesses an adequate level of 
convergent validity as shown in Table 1 below. 




















0.651 0.848 PME2 0.874 
PME3 0.808 
PIT PIT1 0.761 0.639 0.898 























Notes:  Where, the ‘PAT’ abbreviation refers to 
Autonomy, PSE = Self-Efficacy, PIT= Impact, 
PME = Meaning, and BP = Business 
Performance.  
Next, discriminant validity was utilized to 
investigate to what extent a construct is dissimilar 
with another. Table 2 presents the results of the 
Fornell-Larcker Criteria test to compare the square 
root of the AVE for each construct with the 
correlation presented in the correlation matrix. The 
square root of AVE in bold is larger than the 
correlation of other constructs. As the conclusion, 
there is an establishment of construct’s 
discriminant validity [57], [58]. 
Table 2. Discriminant Validity of Constructs 
Con-
structs BP PAT PIT PME PSE 
BP 0.825 
    
PAT 0.405 0.795 
   
PIT 0.288 0.376 0.800 
  
PME 0.443 0.292 0.209 0.807 
 
PSE 0.358 0.578 0.497 0.222 0.840 
Notes: Where, the ‘PAT’ abbreviation refers to 
Autonomy, PSE = Self-Efficacy, PIT= Impact, 
PME = Meaning, and BP = Business 
Performance.  
4.2 Analysis of the Structural Model 
For the next step, it is necessary to evaluate the 
structural model (inner model). The core criterion 
for structural model evaluation is to determine the 
coefficient R². With a value of 0.30, the R² of 
business performance which represented as an 
endogenous latent variable has indicated a 
satisfactory level. Moreover, the communality 
value which is greater than 0.50 also meets the 
requirement of the study [59] as shown in Table 3. 












PIT 0.8586 0.6394 
PME 0.7293 0.6511 
PSE 0.8605 0.7047 
BP 0.9636 0.6801 
Notes:  Where, the ‘PAT’ abbreviation refers to 
Autonomy, PIT= Impact, PME = Meaning, PSE 
= Self-Efficacy, and BP = Business 
Performance.  
Additionally, the Stone-Geisser criterion Q² is 
computed by using blindfolding procedure [58]. In 
the analysis, all Q² values exceed the threshold of 
zero, which indicates the predictive relevance of 
the overall model. The assessment of effect size (f2) 
and predictive relevance (q2) was being used to 
ensure the critical role of exogenous latent 
variables. The effect size of each of the dimensions 
on the dependent variable is significant and having 
medium effect size, where Autonomy, Self-Efficacy, 
Meaning at f2 0.24, 0.18 and 0.28. While the effect 
size of Impact is small at f2 0.12. The q2 value of 
0.15 indicates that Meaning has a large influence 
on Business Performance. While Autonomy, Self-
Efficacy, and Impact with q2 value of 0.13, 0.10 and 
0.05 had indicated a significant but small predictive 
relevance. At the same time, the global criterion of 
goodness-of-fit (GOF) value of 0.20 indicates that 
although it is a small value, it falls under the 
acceptance level between outer model and inner 
model.  
Therefore, this model is suitable for further 
statistical analysis. The analysis shows that all the 
measures used are valid and reliable. Subsequently, 
it is suitable to explain the psychological 
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empowerment which influences the Business 
Performance of E&E industry. 
4.3 Hypothesis Testing 
The present study hypothesized that psychological 
empowerment will have a significant and positive 
influence on the business performance of the 
electrical and electronic industry in Malaysia. With 
respect to H1, the result suggests that there is a 
positive influence of psychological empowerment 
on organizational business performance (β=0.474, 
t=8.68, p<0.05); therefore, H1 is supported. More 
specifically, the dimension of autonomy, self-
efficacy, and meaning are found to have significant 
positive effect on the business performance with t-
values of 3.35, 1.98, and 5.46. However, it was 
found that impact has no effect on business 
performance. Based on these obtained results, 
meaning has the highest determining impact on 
business performance (0.340), followed by 
autonomy and self-efficacy. Table 4 shows that the 
results of the study support the hypotheses of H1a, 
H1b, and H1d, but do not support H1c. 








ed β S.E T 
H1 PE → BP 0.474 0.055 8.68 Yes 
H1a PAT → BP 0.205 0.061 3.35 Yes 
H1b PSE → BP 0.126 0.064 1.98 Yes 
H1c PIT → BP 0.077 0.066 1.17 No 
H1d PME → BP 0.340 0.062 5.46 Yes 
Notes:  Where the ‘PE’ abbreviation refers to 
Psychological Empowerment. PAT = 
Autonomy, PSE = Self-Efficacy, PIT= 
Impact, PME = Meaning, and BP = 
Business Performance.  
5. Discussion 
This study examines the effect and relationships 
between the psychological empowerment 
dimensions and the business performance among 
mid-level managers in E&E industry in Malaysia. 
The overall results show a strong and positive 
relationship between psychological empowerment 
and business performance. This relationship is 
consistent with the result of the previous research 
[7], [9]. Specifically, a leader with high 
empowerment performs effectively and further 
improve the working conditions for both employees 
and organizations.  
In this study, the dimensions of psychological 
empowerment which includes autonomy, self-
efficacy, and meaning are significant to enhance 
organizational business performance. Therefore, 
increasing the sense of psychological 
empowerment of mid-level managers would 
improve their ability to improve organizational 
business performance. Managers with a sense of 
autonomy and authority to choose can make a 
better decision for their organization. Also, with the 
sense of competency, it will help the managers to 
boost their self-confidence in dealing in job-related 
issues. Furthermore, managers with a sense of job 
meaningfulness will boost intrinsic motivation 
among their organizational employees. Thus, 
increasing the sense of autonomy, self-efficacy and 
meaning can help to improve organizational 
business performance in E&E industry in Malaysia.  
6. Contribution of the Study 
Overall, this study contributes to theory, 
managerial and methodology perspectives.   
6.1 Theoretical Contribution 
The research contributes to validate the reflective 
model of psychological empowerment in E&E 
industry. The study demonstrates the importance of 
the psychological empowerment in influencing 
organizational performance in the E&E industry. 
First, the results show that each of the dimensions 
of psychological empowerment except a sense of 
impact has a significant effect on organization 
performance. Second, the simultaneous 
examination of the dimensions provides precise 
results of the psychological empowerment. 
Precisely, as the overall model is significant. 
Thereby, this study contributed to previous study 
theoretically through the empirical evidence in 
psychological empowerment and business 
performance of E&E in Malaysia. 
6.2 Managerial Contribution 
The immediate beneficiaries of this research would 
be the Malaysia’s E&E industry, especially the four 
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major sub-sectors of E&E industries business 
organization which including electronic 
components, consumer electronics, industrial 
electronics and electrical products. Manufacturing 
sector from other nations would equally benefit 
from this research as E&E industry continues to be 
the leading industry within the manufacturing 
sector. The results of this study will help the mid-
level managers to understand why psychological 
empowerment is critical to the organizational 
business performance. The study will explain the 
way to support the organizational business 
performance.  
This study highlights the specific aspects of 
psychological empowerment that will add value to 
organizational business performance. Practitioners 
who manage the organizational operation, product 
and process design, and supply chains can get 
important insights from this study. The findings 
from the study can be used by the management of 
E&E industry to identify how to manage and 
improve the efficiency of its human resource and in 
turn enhance their organizational business 
performance. E&E industry should remain a critical 
driver of Malaysia economy as it has a substantial 
contribution to the total country’s manufacturing 
output, job position, foreign direct investment 
(FDI) and exports [38]. 
6.3 Methodological Contribution 
The use of PLS-SEM to determine the reflective 
latent variables of psychological empowerment has 
contributed in methodology perspective. To this 
end, latent constructs' Cronbach's Alpha reliability, 
AVE, factor loading, composite reliability, 
discriminant validity, Q² value, f2 value, q2 value, 
and GoF were all found to meet the recommended 
threshold. Consequently, this study has applied the 
reliable method of PLS-SEM successfully to 
examine the psychometric properties of latent 
constructs which had described in the research 
reflective model, and assessment of the predictive 
power of the model has explored the relationship 
between psychological empowerment and 
organizational business performance in a validated 
context. 
7. Limitation and 
Recommendations for Future 
Research 
This study has certain limitations. First, the study 
applied a cross-sectional survey rather than using 
the longitudinal method of data collection. The 
longitudinal method will take a longer period to 
verify the same variables that have investigated in 
this study, such as psychological empowerment and 
organizational business performance that change 
over time in most cases. Second, this study 
investigated data from E&E industry in Malaysia, 
future studies should consider E&E industry in 
other countries or examine other industries in 
Malaysia to compare the result of this study.  
In addition, future research could examine more 
dimensions of psychological empowerment such as 
a sense of trust, sense of status, sense of 
confidence, sense of effectiveness, decision making 
and professional growth to increase the explanatory 
power of psychological empowerment. Besides, 
other types of empowerment such as behavioral 
empowerment, social and structural empowerment 
are also recommended to be examined in future 
studies. 
Moreover, future study may take other predictor 
such as knowledge management, technological 
innovation, organizational learning and 
organizational culture in order to investigate the 
relationship toward organizational business 
performance. Additionally, other organizational 
outcomes such as job satisfaction and 
organizational citizenship behavior, organizational 
commitment, and innovation are recommended to 
be examined in the future studies.  
8. Conclusion 
The study concluded that psychological 
empowerment is a significant catalyst for 
successful organizational business performance in 
E&E industry. Specifically, the mid-level managers 
need to have the sense of autonomy, self-efficacy, 
and meaning to enhance their organizational 
business performance. In conclusion, middle 
managers should be aware of the importance and 
the influence of psychological empowerment 
toward their organizational business performance. 
The best practices in managing human capital is to 
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provide adequate psychological empowerment 
consistently. 
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Appendix: Questionnaire 
The following statement seeks to understand the 
aspect of autonomy (PAT), self-efficacy (PSE), 
impact (PIT), meaning (PME) and business 
performance (BP). 
Autonomy (PAT) 
PAT1. My organization allows me to determine 
how I did my job independently. 
PAT2. I could make my own decision when doing 
my work. 
PAT3. I have freedom in the way I did my work. 
PAT4. I have flexibility in how I do my work. 
PAT5. I have choice in how I did the work. 
Self-Efficacy (PSE) 
PSE1. I am confident in my own ability to do my 
work. 
PSE2. I had mastered the necessary skills to carry 
out my work. 
PSE3. I have the necessary knowledge to perform 
my work. 
PSE4. I am confident with my knowledge to 
perform my tasks. 
Impact (PIT) 
PIT1. I had control over what happened in my 
department. 
PIT2. I had influence over what happened in my 
department. 
PIT3. I had influence over the operational job 
outcomes. 
PIT4. I had influence over the administrative job 
outcomes. 
PIT5. I had influence on what happened in my 
work area. 
Meaning (PME) 
PME1. My job is very meaningful to me in this 
organization. 
PME2. My job position is very important for me in 
the organization. 
PME3. My job position activities are personally 
meaningful for me in this organization. 
Business Performance (BP) 
BP1. My organization accomplished our targeted 
overall revenue in the most recent year. 
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BP2. My organization accomplished our targeted 
sales in the most recent year. 
BP3. My organization accomplished our targeted 
return of investment in the most recent year. 
BP4. My organization achieved our targeted return 
on assets in the most recent year. 
BP5. My organization achieved our targeted profit 
margin in the most recent year. 
BP6. My organization accomplished a high level of 
consumer loyalty in the most recent year. 
BP7. My organization retains a large number of 
customers in the most recent year. 
BP8. My organization attracted a large number of 
new customers in the most recent year. 
BP9. My organization secured a big portion of my 
desired market share in the most recent year. 
BP10. My organization received less number of 
customer complaints compare to the most recent 
year. 
BP11. In my organization, the speediness of our 
internal process has improved. 
BP12. In my organization, the quality of our 
internal process has improved. 
BP13. In my organization, the expenses of our 
internal process have reduced. 
BP14. In my organization, the flexibility and 
adaptability of our internal process have improved. 
BP15. In my organization, the effectiveness of our 
internal process has improved. 
BP16. My organization had improved its operating 
strategy compared with last year. 
BP17. My organization had improved its operating 
implementation abilities compared with last year. 
BP18. My organization had upgraded and made 
improvement in research abilities compared with 
last year. 
BP19. My organization had upgraded its products 
development skills compared with last year. 
BP20. My organization had enhanced its 
employees’ development skills compared with last 
year. 
